tivities (e.g., Klaas, McClendon, & Gainey, 1999 Lepak, Bartol, & Gardner, 2004) . According to transaction-cost economics theory, organizations choose governance structures (i.e., market-based governance in the form of HR outsourcing versus organizational-based governance in the form of inhouse HR) that maximize efficiency and minimize the transaction costs of performing an activity. Along these lines, Klaas et al. (1999) showed that there is no simple answer to the "make or buy" decision, as organizational characteristics moderated the relationship between the degree of outsourcing and the benefits of outsourcing. Smaller firms facing more uncertainty and cost pressures perceived more benefits from HR outsourcing, whereas firms with idiosyncratic HR practices perceived fewer benefits. Although prior studies have provided valuable insights into the factors underlying the outsourcing decision, there also are some important gaps. First, prior research focuses on the initial outsourcing decision, which sheds light only on the start of the outsourcing relationship. However, an inherent characteristic of any interorganizational relationship is its continuity (Fichman & Levinthal, 1991; Ring & Van De Ven, 1994) . For example, HR best practices prescribe that "rather than being a Band-Aid solution, outsourcing needs to be viewed as a long-term strategy" (Maurer & Mobley, 1998, p. 10) . So far, little is known about HR managers' commitment to continue the HR outsourcing relationship. Conceptually, it is doubtful that the same factors leading to the initial outsourcing decision also will be related to its continuance, because such a view disregards the duration of the relationship. In fact, research on interorganizational relationships has shown that "the conditions and processes associated with the formation of exchange relationships are not the same as those associated with their persistence or severance" (Seabright, Levinthal, & Fichman, 1992, p. 123) .
Second, an economic theory such as transaction-costs economics theory typically ignores that outsourcing decisions are taken by individuals (HR managers) who have individual desires and agendas when creating, developing, and maintaining HR outsourcing relationships. As outlined by social exchange theory (Blau, 1964; Emerson, 1962; Gainey & Klaas, 2003) , the continuity of HR outsourcing relationships might also be related to the social and affective ties that the partners develop over time. In research on interorganizational relationships, it is important not to attribute individual motivations to organizations (Klein, Palmer, & Conn, 2000; Seabright et al., 1992; Zaheer, McEvily, & Perrone, 1998) . In the end, individuals (not organizations) are committed to staying or quit working with a partner firm and its people.
To start filling these gaps in the HR outsourcing literature, we believe a psychological, in addition to a purely economical model must be used to understand the HR outsourcing relationship. Along these lines, this study builds on the psychological literature on external organizational commitment. Specifically, we conceptualize both parties' commitment to each other as a binding mechanism based on a mind-set of either "perceived cost" (continuance commitment) or "desire" (affective commitment). We examine how these binding mechanisms are related to a quantitatively and qualitatively strengthened HR outsourcing relationship. So, this study constitutes a first step to increase our conceptual understanding of the factors related to the continuity of HR outsourcing relationships.
In this study, we focus on one type of HR outsourcing-namely, outsourcing recruitment and selection activities. Thus, we focused on category 18 ("Recruiting, staffing, and search") of Adler's (2004) classification of HR outsourcing. These services were defined as a wide variety of activities including the design (e.g., development of recruitment campaigns, development of selection and as- Human Resource Management DOI: 10.1002/hrm sessment tools), delivery (e.g., applicant sourcing; résumé processing; administering, scoring, and profiling tests; assessment of individual capabilities; candidate report writing; provision of feedback), and evaluation (e.g., validation and transportability studies, adverse impact analyses) of recruitment and selection-related services.
We focus on outsourcing recruitment and selection activities for two reasons. First, no prior research has examined this type of outsourcing, even though recruitment and selection are key strategic HR functions. Second, these HR outsourcing activities are characterized as the outsourcing of discrete, repetitive, and high-volume HR services (Adler, 2004) . Contrary to other types of HR outsourcing (e.g., outsourcing the total HR function), HR managers might switch frequently among HR vendors when outsourcing these activities. Accordingly, the outsourcing of recruitment and selection activities is ideally suited for examining the continuity of the outsourcing relationship.
Model Development and Hypotheses

Relationship of Different Forms of Commitment to Key Outsourcing Outcomes
HR managers' commitment to continue the HR outsourcing relationship can be framed in the context of external organizational commitment. McElroy, Morrow, and Laczniak (2001) defined external organizational commitment as the psychological bond of an individual boundary spanner of a particular organization toward an external organization. Similar to organizational commitment, we posit that external organizational commitment is a multidimensional construct consisting of two distinguishable forms of commitment-namely, affective and continuance commitment (Meyer & Allen, 1984; Meyer, Allen, & Gellatly, 1990; Meyer, Paunonen, Gellatly, Goffin, & Jackson, 1989) .
1
According to Meyer and Herscovitch (2001) , continuance commitment refers to commitment to a course of action on the basis of cost avoidance and of the threat of losing investments. This form of commitment maps well into the aforementioned notions of transaction-cost economics theory (Geyskens, Steenkamp, & Kumar, 2006; Williamson, 1996) . According to this theory, organizations will choose market-based governance (HR outsourcing) over organizationalbased governance (in-house HR) when the former maximizes efficiency and minimizes the transaction costs of performing the activity. So, transaction-cost economics conceptualizes continuance in terms of the costs and benefits of staying in the relationship versus leaving it.
Central concepts in transaction-cost economics theory are dependence and switching costs (the costs of switching from one HR service provider to another one). According to transactioncost economics theory, partners will prolong their relationship when switching costs are high (e.g., investments in specialized technology and expertise). As noted above, Klaas et al. (1999) successfully applied transactioncost economics theory to explain under which conditions outsourcing might be beneficial for organizations.
Compared to continuance commitment, affective commitment is a more positive form of commitment. Affective commitment represents the "desire" for a relationship to continue and reflects a feeling of emotional attachment to an organization. This form of commitment parallels assumptions underlying social exchange theory (Blau, 1964; Emerson, 1962) . Social exchange theory complements transaction-cost economics theory by emphasizing factors that develop on the basis of continuing relations between partners over time and that turn a purely economic exchange into a social exchange (Gainey & Klaas, 2003) . These factors refer to personal relationships, affective ties, high- quality communication patterns, and trust among the social exchange partners (in this case, the HR manager and the outsource director). In a seminal paper, Cook and Emerson (1978) argued that such affective commitments reduce the calculus of resource power and dependency.
These two perspectives (i.e., transactioncost economics theory and social exchange theory) are complementary instead of contradictory.
That is, what begins as an arm's-length exchange might gradually evolve into a stronger affective bond. Hence, we expect that in external organizational commitment, both continuance and affective commitment will be related to the likelihood of continuing the HR outsourcing relationship. In other words, both continuance and affective commitment will be related to the length of the HR outsourcing relationship. The length of the HR outsourcing relationship refers to the number of years the partners have been working together. Outsourcing length is not a qualitative feature of the continuity of an outsourcing relationship as it does not denote the level of investment in the relationship.
We do expect divergent relationships of the types of commitment with respect to qualitatively strengthening the outsourcing relationship. An HR outsourcing relationship might become qualitatively stronger when an organization increases the depth of outsourcing. This refers to the extent to which an organization outsources a higher portion of that activity on average (Gilley & Rasheed, 2000) . Similarly, an organization might increase the frequency of outsourcing (i.e., the number of times a firm relies on the services of an HR vendor). These two outcomes are different from outsourcing longevity, as a firm has the freedom to gradually outsource more activities within an existing HR outsourcing relationship. Similarly, a firm might choose to gradually rely more frequently on the services of a specific HR vendor within an existing relationship. So, increased outsourcing frequency and outsourcing depth are qualitative features of the continuity of an outsourcing relationship that might result from the external commitment relationship evolving into more than a purely economic exchange. Therefore, we expect that only the stronger affective form of commitment will be related to these two outcome variables that reflect a qualitatively strengthened outsourcing relationship (see Figure 1) .
Conceptually, these divergent relationships of the types of commitment with outsourcing frequency and depth also are consistent with the organizational commitment literature. There is ample evidence that affective commitment constitutes a stronger bond than continuance commitment. A metaanalysis of Meyer et al. (2002) showed that affective commitment correlated significantly with a wider range of outcomes and correlated more strongly with any specific outcome. Although these relationships typically are examined at the individual level in the organizational commitment literature, we posit that these relationships also will hold at the level of external organizational commitment.
In sum, we hypothesize the following:
H1a: Continuance commitment will be significantly and positively related to outsourcing length. H1b: Affective commitment will be significantly and positively related to outsourcing length, depth, and frequency.
Bases of Continuance and Affective Commitment
Although the relationship between the different forms of commitment and outsourcing outcomes constitutes the central part of our model, we also formulate hypotheses about possible driving forces of each of the forms of commitment because they might provide clues for fostering commitment in HR outsourcing relationships. To develop these hypotheses, we used two sources of information. First, we drew on the organizational commitment (Meyer & Allen, 1997; Meyer & Herscovitch, 2001) Siders, George, & Dharwadkar, 2001) . Second, we conducted semistructured interviews with ten experienced HR managers (six men, four women, aged between 32 and 38 years) and senior consultants of HR service firms (six women and four men, aged between 30 and 39 years). Apart from serving as a basis to determine possible variables of interest, these interviews also provided inspiration to construct survey questions. Continuance commitment develops when someone has made investments that could be lost when the activity is discontinued (Cohen & Lowenberg, 1990; Meyer & Herscovitch, 2001 ). Our interviews confirmed that a bond between a company and an HR vendor on the basis of perceived cost was relevant in the context of outsourcing HR activities. It was mentioned that outsourced recruitment and selection services could be placed on a continuum in terms of their degree of customization. On one end of the continuum, one finds, for example, standardized ("prepackaged") stand-alone testing programs that are applicable across various companies and that do not require substantial investments on the part of the HR vendor. Conversely, other services need to be tailored to a company's specific needs such as the development of company-specific competency models or recruitment campaigns. It is difficult or impossible to redeploy such idiosyncratic or asset-specific investments to another relationship (Gainey & Klaas, 2003; Klaas et al., 1999) . The greater these idiosyncratic and highly specialized investments are, the more one party might perceive that it would be costly to stop working with the other party, leading to dependence and vulnerability to opportunistic behavior (e.g., disproportionate price increases, charging for modifications during the contract period, or reducing quality in areas where outcomes are not specified; Klaas et al., 1999) .
In the organizational commitment literature, perceived lack of alternatives consti-tutes another base for continuance commitment (Meyer & Herscovitch, 2001 ). The rationale is that people commit to a course of action on the basis of perceived costs when few alternative actions are available (McGee & Ford, 1987) . Our interviews confirmed that the number of alternatives available is indeed relevant in an HR service context. Specifically, HR managers reported that they felt more dependent on a specific HR vendor when they were relying on only one HR service firm. Conversely, HR managers argued that reliance on many HR vendors made them less dependent on any one HR vendor, as they could "play the game harder" (if necessary). In sum, this discussion leads to the following hypotheses:
H2a: Specific investments will be significantly and positively related to continuance commitment. H2b: The number of comparable alternative partners will be significantly and negatively related to continuance commitment.
The development of affective commitment is based on value congruence, emotional involvement, and identification (Meyer & Herscovitch, 2001 ). Our interviews confirmed that perceived value congruence (i.e., the perception of sharing the same values, norms, and goals about managing people) as a basis of affective commitment was relevant in an HR service context. Some interviewees referred to this perceived value congruence as a good "cultural fit" or "chemistry." These notions parallel the large body of research on person-organization fit (see Kristof, 1996; Schneider, 1987) . This area of research has consistently found evidence that people are more likely to stay in organizations that are perceived to be similar to their own values and personality. To a certain extent, this tenet might also hold for external organizations with which these individuals work. That is, boundary spanners might decide to stay working with people from an external partner organization because they have developed a sense of unity based on perceived shared values.
Besides perceived value congruence, trust also has been linked to the development of affective commitment in the organizational commitment literature (Z. X. Chen, Aryee, & Lee, 2005; Watson & Papamarcos, 2002) . Similarly, research in the marketing domain has related trust to affective commitment (Bansal, Irving, & Taylor, 2004; Morgan & Hunt, 1994; Yilmaz, Sezen, & Ozdemir, 2005) . Trust is crucial to developing a sense of unity with the other party, because it reflects a willingness to make oneself vulnerable to another party with the expectation that the other party will not act opportunistically (Gainey & Klaas, 2003; Mayer, Davis, & Schoorman, 1995; McAllister, 1995) . Indeed, a recurring theme throughout the interviews was that trustworthiness played a prevalent role in the development of affective and personal ties.
Our study focuses on knowledge-based trust instead of identification-based trust because identification-based trust is analogous to perceived shared values (Lewicki, McAllister, & Bies, 1998; McAllister, 1995; Sheppard & Tuchinsky, 1996) . Knowledge-based trust refers to the expectancy that a partner's word may be relied upon and the belief that the vendor is able to perform the job effectively and reliably (Moorman, Zaltman, & Deshpande, 1992; Zaheer et al., 1998) .
In the interviews, three other factors (communication, reputation, and approachability) with respect to affective commitment were mentioned. We believe that these factors are precursors of people's trustworthiness rather than antecedents of affective commitment because they reflect patterns of behaviors signaling that people from a firm are trustworthy. First, studies in various domains have documented that effective communication, defined as the exchange of formal as well as informal (tacit) information, serves as a key vehicle to build trust among parties. For example, Gainey and Klaas (2003) showed that open and full communication was a significant determinant of trust in outsourcing training activities. In an organizational context, McAllister (1995) found Human Resource Management DOI: 10.1002/hrm that interaction frequency was a significant predictor of trust. Finally, in the marketing domain, effective communication between two parties was found to increase confidence in the continuity of the relationship (Kim & Frazier, 1997) and to dampen conflict (E. Anderson & Weitz, 1989 ; J. C. Anderson & Narus, 1990; Morgan & Hunt, 1994) .
A second factor consists of the approachability of the people from the respective firms. Approachability can be defined as the extent to which people of the respective firms are easily reachable and whether their responses are timely. Although we did not retrieve this factor in models of trust or commitment, it emerged repeatedly throughout our interviews. We posit that approachability is an antecedent of trust because being approachable and reachable is a concrete example of the reliability and predictability components that are essential to knowledgebased trust.
Third, HR managers do not rely solely on firsthand experience about the vendor's trustworthiness (signaled by the approachability and effective communication of people at the HR vendor). They also tend to use less costly secondhand information (Barthélemy, 2003) . In a business context, a primary source of secondhand information about trustworthiness is a firm's reputation for being fair (cf. Fombrun, 1996) . We posit that HR managers will use others' assessment of the fairness of an HR service firm as an important informational element in assessing the trustworthiness of people from that firm.
In sum, the following hypotheses are stated: 
Method
Sample and Procedure
The sample consisted of HR professionals working in large private firms in the Flemish part of Belgium. On the basis of data provided by the National Institute of Statistics, there were 1,249 large private firms (with more than 200 employees) in the Flemish part of Belgium. A stratified (in terms of region and industry) random sample of 478 firms was drawn from this list. Research assistants made telephone calls to the HR department of these companies and asked whether they outsourced some of their recruitment and selection-related activities to an HR vendor. Next, they asked the HR professional who was responsible for outsourcing (HR manager or manager recruitment and selection) to complete the survey. A total of 348 respondents agreed to participate in the study. Apart from time constraints, the primary reason for not participating in the study was that the company did not outsource recruitment and selection-related activities. Participating HR managers received the hyperlink to the survey, wherein they were told to complete the survey with one specific HR vendor in mind. To increase the variation in the sample of HR vendors and avoid positive response bias, HR managers were prompted to think of either a short-term or a long-term partnership. We did not study commitment to a group of HR vendors or to the "average" HR vendor because commitment is a specific construct. As mentioned by McElroy et al. (2001) , individuals who deal with multiple client organizations show some level of commitment toward each of them but not toward client organizations in general.
We received completed and usable responses of 195 HR professionals (57% females, 43% males), yielding a response rate of 56% (as compared to the sample of HR professionals who agreed to participate). The distribution of the companies across industries was as follows: manufacturing (22%), other services (13%), food (12%), chemicals (11%), textile (10%), distribution (9%), construction (7%), transportation (5%), professional services (5%), information systems (4%), pharmaceuticals (1%), and energy (1%). As suggested by Rogelberg and Stanton (2007) , we compared this distribution to the original distribution of firms across industry to assess potential nonresponse bias. This distribution significantly differed from the original distribution, χ 2 (11) = 24.72, p < .05. This change was due to the overrepresentation of textile companies in our sample (10% versus 3% in the population distribution). In our sample, HR professionals consisted of HR managers (70%) and manager recruitment and selection (30%). Their mean age was 37 (SD = 9) and mean work experience in the HR domain was 10 years (SD = 7 years). On average, HR professionals were working for 6.5 years together with the HR vendor they rated. Length of the outsourcing relationship varied across the sample (minimum length: 0.5 years, maximum length: 30 years). Besides the HR vendor they rated, HR professionals worked with a median of three other HR vendors.
Check of Respondents' Involvement in HR Outsourcing
To check whether respondents could be called key informants (M. J. Chen, Farh, & MacMillan, 1993; Kumar, Stern, & Anderson, 1993) , we measured their involvement in HR outsourcing. Respondents indicated whether they could influence the continuity of the HR outsourcing relationship on a six-point scale, ranging from 1 (no influence at all) to 6 (a lot of influence). The mean rating on this scale was high: 5.31 (SD = .71). However, nine HR representatives indicated they had relatively little voice (i.e., rating < 4). In line with key informant methodology (Kumar et al., 1993) , these respondents were removed, resulting in a final sample of 186 HR professionals.
Measures
The survey consisted of three parts. The first part contained the items and rating scales. To increase the response rate, we used abbreviated versions of existing scales. Unless otherwise stated, respondents rated all items of these scales on a five-point rating scale, ranging from 1 (strongly disagree) to 5 (strongly agree). The Appendix presents the items used.
Perceived Shared Values
We measured whether HR managers perceived that HR vendors shared the same values, goals, and norms about managing people on the basis of two items. Similar to Klaas et al. (2001) , only HR managers' perceptions of shared values were measured, as the actual perceptions of HR vendors were not assessed. These items also came from Klaas et al. (2001) . The internal consistency of this scale's ratings was .76.
Communication
HR managers' perceived level of informal and formal information sharing in the outsourcing relationship was measured with three items. These items were taken from Young-Ybarra and Wiersema (1999). The internal consistency of this scale's ratings was .74.
Approachability
HR managers' reports of the degree to which people were easily approachable and reachable were measured with three items adapted from LaBahn and Kohli (1997) . The internal consistency of this scale's ratings was .74.
Reputation for Fairness
We measured how HR managers perceived the reputation of each other with two items that were adapted from Ganesan (1994) . The internal consistency of this scale's ratings was .82.
Knowledge-Based Trust
As argued above, knowledge-based trust was measured in this study. HR managers' perceptions of the degree to which HR vendors were fair and reliable in their business dealings were measured on the basis of three items taken from scales developed by Ganesan (1994) and Siguaw, Simpson, and Baker (1998) . The internal consistency of this scale's ratings was .76.
Specific Investments
This three-item measure was adapted from Ganesan (1994) . The internal consistency of this scale's ratings was .77.
Perceived Number of Available Alternatives
As this was a factual antecedent of continuance commitment (besides the perception of switching costs; see Figure 1 ), we used a single item for measuring this antecedent. This item asked HR managers about other possible HR vendor choices.
Continuance Commitment
Three items were adapted from Meyer and Allen (1997) . These items tapped both the high-sacrifice and low perceived alternatives aspects of continuance commitment (McGee & Ford, 1987) . The internal consistency of this scale's ratings was .76.
Affective Commitment
Three items were adapted from Meyer and Allen (1997) . The internal consistency of this scale's ratings was .89.
The second part of the survey asked for factual information about the quantitative and qualitative nature of the outsourcing relationship. Three dependent variables were measured. First, respondents indicated the length of the outsourcing relationship. To this end, they indicated in years how long they had outsourced (or had been outsourcing) recruitment/selection activities to the HR service provider that they chose to rate. Second, they provided information about the depth of outsourcing within this specific HR outsourcing relationship (i.e., the percentage of recruitment/selection activities currently outsourced to this specific HR vendor). Third, the frequency of outsourcing within this specific HR outsourcing relationship (i.e., the number of times they had outsourced recruitment/selection activities to this HR vendor since the outsourcing relationship started) was measured. As these three dependent variables asked about factual information, each of them was measured with a single-item measure. Although we acknowledge the provisional nature of the items used, similar items have been used in prior research in other domains (marketing) for measuring factual information about outsourcing (see Ganesan, 1994; Jap & Ganesan, 2000; Kim & Frazier, 1997) . The Appendix provides the exact wording of the dependent measures used.
The third part of the survey asked about company information (size, type of industry, region, and distance between company and HR vendor). We also included questions about demographic information (gender, age, managerial level, and experience in HR domain).
Analyses and Results
Descriptive Statistics
Descriptive statistics of the study variables are presented in Table I . Higher scores on the independent variables indicate that respondents perceived, for instance, their level of communication as satisfactory. Table I further shows that the highest ratings were for the approachability of HR vendors. Conversely, perceived specific investments were This variable was measured on a five-point scale: 1 = less than 1 year; 2 = equal or more than 1 year-less than 2 years; 3 = equal or more than 2 years-less than 4 years; 4 = equal or more than 4 years-less than 7 years; 5 = equal or more than 7 years. b This variable was measured on a four-point scale: 1 = between 1 and 10 times; 2 = between 11 and 20 times; 3 = between 21 and 50 times; and 4 = more than 50 times.
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rated lowest. With respect to the dependent variables, outsourcing depth correlated .19 with the length of the outsourcing relationship and .33 with outsourcing frequency. The largest correlation (r = .46) was obtained between outsourcing length and outsourcing frequency. The finding that outsourcing length and frequency were more highly correlated with each other than with outsourcing depth confirms what one would expect, providing some evidence about the construct validity of these measures. In addition, these results show that the three outcome variables had moderate correlations, indicating that they were relatively distinct constructs. We used the statistical program EQS (Bentler, 1995) to test the fit of the measurement model. This is a confirmatory factor analysis (CFA) model in which each indicator variable was specified to load only on the latent variable it was purported to measure. There were eight correlated latent variables specified (see the Measures section).
2 No structural relationships between these latent variables were specified. More information about CFA can be found in Hoyle (1995) and Schumacker and Lomax (1996) .
We used different fit indices to assess how the CFA model represented the data. First, we used two absolute fit indices: χ 2 and the ratio of the χ 2 to its degrees of freedom (χ 2 /df). Second, we used two relative fit indices-namely, the Tucker-Lewis index (TLI) and Bollen's incremental fit index (IFI). Finally, two fit indices that are based on the noncentrality parameter were used, namely the comparative fit index (CFI) and the root mean square error of approximation (RMSEA).
The criteria for evaluating these indices were for the χ 2 to be nonsignificant and the χ 2 /df to be small approaching unity (Bentler, 1995) . For the TLI, IFI, and CFI, values > .95 constitute good fit and values > .90 acceptable fit (Medsker, Williams, & Holahan, 1994) . For the RMSEA, values < .05 constitute good fit, values in the .05 to .08 range acceptable fit, values in the .08 to .10 range marginal fit, and values > .10 poor fit (Browne & Cudeck, 1992 ).
Mardia's normalized multivariate kurtosis was 15.07 (p < .01). As the assumption of multivariate normality was violated, we used maximum likelihood estimation but added the robust option in EQS that corrects the χ 2 and standard errors for non-normality (Satorra & Bentler, 1994) .
The goodness-of-fit indices showed that the CFA model produced an acceptable fit to the data, χ 2 (181) = 253.13 (p < .00), χ 2 /df = 1.40, TLI = .92, IFI = 94, CFI = .94, and RMSEA = .05. Inspection of the factor loadings showed that each variable had a highly significant loading on the factor it was purported to measure, indicating satisfactory convergent validity. In addition, the discriminant validity of the measures was also good, since a one-factor model produced a poor fit to the data.
To further investigate the discriminant validity of our model, we compared the proposed eightfactor model to several models wherein we combined conceptually related constructs into one factor. Specifically, we tested (a) a seven-factor model wherein we collapsed the two forms of commitment (affective and continuance commitment) into one factor, (b) a seven-factor model wherein we collapsed the two antecedents of affective commitment (perceived shared values and knowledge-based trust) into one factor, and (c) a six-factor model wherein we collapsed the three antecedents of knowledge-based trust (reputation, communication, and approachability) into one factor. None of these models provided a good fit to the data (see Table I ). These results provide evidence that the eight constructs measured were relatively distinct from each other. On average, in the eight-factor model, the eight factors correlated .29.
Controlling for Common Method Variance
In this study, all variables were measured on the basis of a single survey at the same time using a single source. Therefore, our results might be prone to common method variance. To statistically control for method variance, we followed a structural equation modeling approach (i.e., controlling for the effects of a single unmeasured latent method factor) recommended by Podsakoff, MacKenzie, Lee, and Podsakoff (2003) . This meant that we specified a model that included the constructs of our conceptual model and one additional method factor. All indicator variables loaded on this method factor.
The fit statistics of this new model were χ 2 (159) = 211.05 (p < .00), χ 2 /df = 1.33, TLI = .95, IFI = .97, CFI = .97, and RMSEA = .04. Thus, the addition of a method factor to the constructs-only model significantly improved the fit of the model over the constructs-only model, difference in χ 2 (22) = 42.08, p < .01. Yet, all construct factor loadings remained significant in the method and construct factors model (thus, even when the method variance was factored out). In addition, the construct factors on average accounted for 46.2% of the variance, whereas the method factor accounted for only 15.4% of the variance. So, the average method variance is clearly lower than the average method variance (26.3%) reported in the large-scale review of Podsakoff et al. (2003, p. 880) .
In short, these analyses indicate that method bias has some, but no substantial influence on our data. However, in all our further analyses, we specify models with the method factor included so that we adequately control for method bias.
Test of Model and Hypotheses
Given that the measurement models produced a good fit to the data, we tested the structural model. In this model, structural relationships between the latent variables were specified (see Figure 1 ). In case of one-item measures, we fixed the factor loading to 1.0 and the measurement error to 0.0. Note that on the basis of prior research (Klaas et al., 1999) , we also controlled for organizational size. However, for clarity reasons, this measure was not included in Figure 1 . The fit of the structural model was acceptable, χ 2 (274) = 366.75 (p < .00), χ 2 /df = 1.34, TLI = .91, IFI = .93, CFI = .93, and RMSEA = .05. Standardized parameter estimates for the coefficients related to our hypotheses are presented in Figure 2 .
Our first set of hypotheses dealt with the effects of the two forms of commitment on outsourcing outcomes. Figure 2 shows that affective commitment was significantly related to outsourcing depth (.19, p < .05, R 2 = .05) and frequency (.29, p < .01, R 2 = .09). The coefficient between affective commitment and length of the outsourcing relationship was .13 (p < .10, R 2 = .02). This result provides partial support for Hypothesis 1b. There was no support for Hypothesis 1a because continuance commitment was not related to outsourcing longevity.
Our second set of hypotheses was related to the bases of continuance commitment. As shown in Figure 2 , we found partial support for this set of hypotheses. The coefficient from specific investments to continuance commitment toward HR vendors was significant (.37, p < .01, R 2 = .14), lending support to Hypothesis 2a. Yet, we found no support for Hypothesis 2b. The coefficient from number of alternatives to continuance commitment was not significant.
Hypotheses 3a and 3b dealt with the bases of affective commitment. We found support for Hypothesis 3a, as perceived shared values (.34, p < .01, R 2 = .18) was significantly linked to affective commitment. Knowledge-based trust was not significantly related to affective commitment, providing no support for Hypothesis 3b.
Finally, we found partial support for our set of hypotheses related to knowledge-based trust. Approachability was significantly related to knowledge-based trust (.54, p < .01, R 2 = .39), providing support to Hypothesis 4b. Reputation and communication were not significantly related to knowledge-based trust.
Test of Rival Models
Our theoretical model (Figure 1) is a fully mediated model because the antecedents of the two forms of commitment are hypothesized to have only indirect effects (through continuance and affective commitment, respectively) on the relevant HR outsourcing outcomes. Apart from this model, we tested two rival models that proposed different theoretical relationships between the commitment antecedents, the two forms of commitment, and the outsourcing outcomes (see Table II ). To compare the fit of the models, we used χ 2 difference tests. A first rival model hypothesized only direct effects of the antecedents of the two forms of commitment on the HR outsourcing outcomes. Although this rival model provided a relatively good fit, χ 2 (274) = 389.31 (p < .00), χ 2 /df = 1.42, TLI = .88, IFI = .91, CF1 = .91, RMSEA = .05, its fit was worse than the fit of the theoretical model (fit indices, see above and Table II) . This was also shown at the parameter level because none of the coefficients associated with the direct effects proposed by this rival model were significant. A second rival model was a partially mediated model. Essentially, this second rival model hypothesized that the relationship between the antecedents of the two forms of commitment and the relevant HR outsourcing outcomes was partially mediated by the two forms of commitment. So, in this model, we supplemented the indirect effects that were already specified in Figure 1 with direct effects from the antecedents of the two forms of commitment to the relevant HR outsourcing outcomes. As our theoretical model (Figure 1 ) is nested in this rival model, it is possible to compare these models to each other. The fit of this rival model was good, χ 2 (266) = 363.30 (p < .00), χ 2 /df = 1.36, TLI = .90, IFI = .93, CF1 = .92, RMSEA = .50. However, it did not provide a significantly better fit than our theoretical model, difference in χ 2 (8) = 3.45, p = ns. Thus, adding direct effects to our theoretical model did not lead to a significant improvement of fit. Indeed, at the parameter level, none of the direct Note: TLI = Tucker-Lewis index; IFI = Bollen's incremental fit index; CFI = comparative fit index; RMSEA = root mean square error of approximation.
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effects specified in this rival model were significant. In sum, investigation of these two rival models provides further support for the relationships between the commitment antecedents, the two forms of commitment, and the outsourcing outcomes that were specified in our theoretical model in Figure 1 .
Discussion
The rapid growth of HR outsourcing exemplifies that for many organizations the decision to either "make" or "buy" HR activities swings toward the latter. Hence, it is pivotal that researchers also shift their attention from identifying conditions related to the initial outsourcing decision to psychological factors related to the continuity of the HR outsourcing relationship. This study takes a first step in this direction by examining which factors are related to HR managers' commitment to continue the HR outsourcing relationship.
Our conceptual model distinguished between continuance and affective commitment. These two forms of commitment are grounded in different theoretical frameworks-namely, transaction-cost economics theory and social exchange theory, respectively. One key conclusion of our study was that positive, affective-based motivations for continuing the outsourcing relationship (i.e., the desire for a relationship to continue) were related to a qualitatively strengthened outsourcing relationship instead of negative motivations (i.e., constraints that keep it intact). In fact, affective commitment based on perceived value congruence was related to the depth and frequency of outsourcing. Conversely, continuance commitment based on specific investments was unrelated to outsourcing outcomes. Thus, dependency and constraints that keep the HR outsourcing relationship intact do not seem to be related to the length of this relationship. Another key conclusion was that an interindividual phenomenon (boundary spanners' affective commitment to continue HR outsourcing) was significantly linked to interorganizational outcomes (outsourcing depth and frequency).
On a conceptual level, our results confirm predictions made by social exchange theory (Blau, 1964; Emerson, 1962; Gainey & Klaas, 2003) . They are not in line with assumptions underlying transaction-cost economics theory. According to social exchange theory, the development of affective commitment and personal relationships provides a mechanism other than dependency and switching costs to prolong the relationship between partners. Our findings are also consistent with recent research revealing that a shared vision can help partner organizations to believe that their goals are cooperatively related so that they do not feel threatened by opportunistic behavior (Wong, Tjosvold, & Yu, 2005) .
In fact, perceived shared values were significantly related to the development of an affective bond with people from the partner firm. Probably, HR managers attach importance to the cultural fit of the HR vendor and the company because a good cultural fit might enable an HR service firm to factor in the company's unique culture when selecting new personnel for that specific company (Klaas et al., 2001) . Conversely, perceived value incongruence in the context of HR outsourcing might disrupt organizational culture (Greer et al., 1999) .
As only six of the eleven hypothesized relationships were significant, it is important to discuss in more detail some of the relationships that were not supported. First, an explanation for the fact that continuance commitment was not related to outsourcing outcomes might be that in selection-related services, HR managers typically make human capital investments instead of physical capital investments (cf. Seabright et al., 1992) . In addition, the outsourcing of recruitment and selection activities often is classified as the outsourcing of repetitive, high-volume, and discrete services (Adler, 2004) . In other contexts, more support might be found for transaction-cost economics theory when technological investments play a more important role, leading to greater dependency. Clearly, future research is needed to test our hypotheses in HR outsourcing domains other than outsourcing selection and recruitment activities and in the context of the outsourcing of the total HR function. We believe that the nonsignificant relationship between knowledge-based trust and affective commitment might be explained by the cognitive-based and short-term nature of this form of trust (Gainey & Klaas, 2003; Lewicki et al., 1998) . Along these lines, it is generally acknowledged that socially based forms of trust (also known as identification-based trust) might exert more powerful effects. As noted above, our study attests to this, as our measure of perceived shared values maps well onto such forms of identificationbased trust. In addition, it was noteworthy that only approachability was significantly related to knowledge-based trust. Clearly, the approachability of HR vendors is a very direct index of whether HR vendors "keep their promise" (as compared to reputation and communication), which underscores the short-term and cognitive-based nature of knowledge-based trust.
A final nonsignificant finding that deserves attention was that our factual measure of the number of alternatives was not related to continuance commitment. Given that there has been some controversy as to whether continuance commitment is unidimensional versus multidimensional (high sacrifice as one dimension and perceived alternatives as the other; see McGee & Ford, 1987) , future research might include separate measures of these dimensions.
These results also suggest some researchbased clues for HR vendors for ensuring the continuity of HR outsourcing relationships. One conclusion is that HR managers do not believe there is a link between continuance commitment and key HR outsourcing outcomes. Thus, locking in HR managers with specific investments (the switching cost argument) does not seem to be a useful strategy for persuading HR managers to build a qualitatively strengthened HR outsourcing relationship. Conversely, this study demonstrates that in the mind-set of HR managers, affective commitment is related to perceived shared values. Hence, HR vendors might devote attention to this factor to show an affective bond with HR professionals of organizations. Similarly, HR vendors might ensure that they are reachable and approachable, as HR managers report these factors are important signals for trusting HR vendors. In turn, these efforts might be associated with beneficial outcomes for HR vendors, such as a larger percentage of selection activities being outsourced to them and a higher frequency of being given the opportunity to provide selection-related services.
In terms of future research, we need to examine the perceptions of the other party in the HR outsourcing relationshipnamely, HR vendors. Insight in the agenda of HR vendors might reveal possible perceptual differences with one of the HR managers. If possible, HR manager and HR vendor dyads might be studied. Such a dyadic approach would also enable a study of whether some form of mutual commitment process operates in the HR service relationship. For example, there might be an interaction between affective/continuance commitment on the part of HR managers and affective/continuance commitment on the part of HR service providers. It also would be interesting to examine whether individuals who made the initial decision are more committed to the outsourcing relationship and/or whether this relationship changes when either the HR manager or the HR vendor (or possibly both) changes. A final intriguing direction for future research is to focus on other consequences of external organizational commitment in HR outsourcing. One possibility is to examine the link between external organizational commitment and objective measures of firm performance (e.g., profitability, service quality; cf. Seabright et al., 1992) .
This study is not without limitations. First, we conducted the study in Belgium, which might impact on the generalizability of our findings. Generally, we believe that recruitment and selection practices are fairly similar in Belgium and the United States. For example, a comparative study of international selection practices did not reveal marked differences between the United States and Belgium (Ryan, McFarland, Baron, & Page, 1999) . In addition, many multinationals and HR service providers have divisions in both the United States and Belgium. Nonetheless, recent reports show some regional differences in HR outsourcing (Dell, 2004) . Whereas 87% of executives at U.S. companies surveyed reported that they outsourced key HR functions, these numbers were only 71% in Canada and 57% in Europe. Hence, future research is needed to test our results in other populations, settings, and countries.
Second, only one key informant completed the survey. Hence, use of multiple key informants might have provided more reliable data. However, an assumption underlying the use of multiple informants is that they are equally knowledgeable and (in the case of our study) equally committed (Kumar et al., 1993) . Conceptually, this is at odds with the commitment literature, because commitment is an individual-level phenomenon (i.e., an individual is committed to a course of action and/or entity), and hence the assumption that boundary spanners share the same level of commitment to a given external organization might be untenable. Another problem with using multiple informants from the same firms in our study was that it required identification of the HR vendor to be rated. Prior research has shown that few respondents are willing to participate in a study where a particular HR vendor is named and evaluated (Gainey & Klaas, 2003) .
Third, our results are based on cross-sectional self-reports to a survey. Both independent and outcome variables were gathered with the same survey. Although we statistically controlled for common method variance, the cross-sectional nature of our study precludes ruling out causality. Finally, the dependent measures were single-item measures. Although these measures asked about factual information and were used in prior studies in the marketing domain (e.g., Ganesan, 1994; Jap & Ganesan, 2000; Kim & Frazier, 1997) , we acknowledge the provisional nature of these measures. The measurement error present might have contributed to the lack of significant relationships found for some dependent measures (e.g., length of outsourcing).
In conclusion, this study provides a first step in examining factors related to commitment to continue HR outsourcing relationships. Affective commitment rather than continuance commitment was related to key outsourcing outcomes. In addition, affective commitment was primarily linked to perceived shared values. Future longitudinal research is needed to further explore the dynamics of HR outsourcing relationships.
NOTE
1. Although the literature on organizational commitment often discusses normative commitment (i.e., commitment based upon perceived obligation; Meyer & Herscovitch, 2001) , this form of commitment was not included in our conceptual model because our semistructured interviews with HR managers and HR vendors indicated that it was not relevant in the context of HR outsourcing. Our decision to exclude normative commitment is also consistent with the literature on external organizational commitment (see McElroy et al., 2001) and with the marketing literature on commitment in distribution channel relationships (Bansal et al., 2004; Kim & Frazier, 1997) .
2. The factual single-item measure of perceived alternatives was not included.
